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ABSTRACT 
 
This study examined the relationships of job satisfaction, organizational 
commitment, supervisory commitment, and job turnover among public sector 
engineers in Oman. Questionnaires were adopted, pilot-tested, and used in 
assessing job satisfaction, organizational commitment, supervisory commitment, 
and turnover intention. Pearson correlation and One-way ANOVA are conducted 
for the data analysis. Findings showed that the respondents were satisfied with 
their pay (mean=3.60), nature of work (mean=3.44), and supervision 
(mean=3.40). The result also revealed that turnover intention is significantly 
inversely associated with job satisfaction, organizational commitment and 
supervisory commitment. The overall job satisfaction had the highest negative 
significant correlation with turn over intention (r = -0.473); satisfaction with pay (r 
= -0.179; p < 0.01), with nature of work (r = -0.170) and with supervisor (r = -
0.160; p < 0.01). It was also found out that statistically, organizational 
commitment was significantly and negatively correlated to turnover intention (r = -
0.182; p < 0.01); and supervisory commitment is also negatively correlated to 
turnover intention (r = -0.164). This study provides guidelines for supervisors to 
better understand how to reduce employee turnover, increase job satisfaction, 
organizational commitment and supervisor commitment. Some implications of 
these results for practice and research are also discussed. 
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ABSTRAK 
Kajian ini mengkaji hubungan antara kepuasaan kerja, komitmen 
organisasi, komitmen penyelia, dan keinginan untuk bertukar kerja di kalangan 
jurutera sektor awam di Oman. Soal selidik telah diadaptasi, diuji dalam kajian 
rintis, dan digunakan untuk mengukur tahap kepuasan kerja, komitmen 
organisasi, komitmen penyelia, dan keinginan untuk bertukar kerja. Ujian korelasi 
Pearson dan ANOVA sehala digunakan dalam penganalisaan data. Dapatan 
kajian menunjukkan bahawa responden berpuas hati dengan bayaran gaji 
(min=3.60), suasana tempat kerja (min=3.44), dan penyelia (min=3.40). 
Keputusan juga menunjukkan pembolehubah keinginan untuk bertukar kerja 
adalah berkaitan secara negatif  dengan tahap kepuasan kerja, komitmen 
organisasi dan komitmen penyelia. Secara keseluruhan tahap kepuasan kerja 
memaparkan hubungan negatif yang sangat signifikan dengan keinginan untuk 
bertukar kerja (r = -0.473); kepuasan terhadap gaji (r = -0.179; p < 0.01); 
kepuasan terhadap suasana tempat kerja (r = -0.170);  dan kepuasan terhadap 
penyelia (r = -0.160; p < 0.01). Hasil juga menunjukkan bahawa terdapat 
hubungan negatif yang signifikan di antara komitmen organisasi dan keinginan 
untuk bertukar kerja (r = -0.182; p < 0.01); dan komitmen penyelia juga berkaitan 
secara negatif dengan keinginan untuk bertukar kerja (r = -0.164). Kajian ini 
menyediakan garis panduan kepada penyelia dalam memahami bagaimana 
mengurangkan kadar lantik henti, meningkatkan kepuasan kerja, komitmen 
organisasi dan komitmen penyelia. Beberapa implikasi dari kajian bagi tujuan 
peramalan serta kajian lanjut juga dibincangkan. 
 
 
 
 
 
 
 
 
v 
 
ACKNOWLEDGMENT 
This thesis would not have been possible without the help of the following: 
 Abdul Manaf Bohari 
The researcher’s supervisor, for his guidance, expertise, and 
encouragement throughout the entire process;  
 ALI  for her advice, suggestions, and thoughts; 
Special friends at Universiti Utara Malaysia, like Saieed, and Ahmed, for 
their invaluable friendship and unconditional support; 
The researcher’s immediate family, wife, tow sons, parents had it not been 
for their enduring spirit and endless strength; I would not be the person I 
am today.  
Alhamdullilah, this Master’s thesis is a dream come true. 
  
 
 
 
 
 
 
 
 
vi 
 
TABLE OF CONTENTS 
 
 
 
page 
PERMISSION TO USE 
 i 
DISCLAIMER 
 ii 
ABSTRACT 
 iii 
ABSTRACT 
 iv 
ACKNOWLEDGMENT 
 v 
TABLE OF CONTENTS 
 vi 
LIST OF TABLES 
 x 
LIST OF FIGURE 
 xi 
CHAPTER 1  
INTRODUCTION 
 
1 
1.1 Introduction 
 
1 
1.2 Background 
 
3 
1.3 Problem Statement 
 
10 
1.4 Research Objective 
 
14 
1.5 Research Question 
 
14 
1.6 Definition of Key Terms 
 
16 
vii 
 
1.7 Significance of the Study 
 
17 
1.8 Summary 
21 
CHAPTER 2  
THEORETICAL FRAMEWORK 
 
22 
2.1 Introduction 
 
 
22 
 2.2    Related Research Works 
 
 
 
22 
2.3    Theoretical Framework and Hypothesis 
 
 
 
31 
   2.3.1 Job Turnover 
 
 
31 
   2.3.2 Organizational Commitment 
 
 
 
32 
   2.3.3 Supervisory Commitment 
 
 
42 
   2.3.4 Group Commitment 
 
 
44 
2.3.5   Job Satisfaction 
 45 
2.4 Summary 
 
 61 
  
 
 
 
 
 
 
 
 
viii 
 
 
  
 CHAPTER 3 
 
RESEARCH  METHODOLOGY 
 
63 
3.1  Introduction 
 
63 
3.2   Research design 
 
63 
3.3  Measures 
 
64 
3.4    Research sampling 
 
64 
3.5    Participants and Procedure 
 
65 
3.6   Data collection procedure  
 
67 
3.7   The model of the study  
 
 
68 
3.8  Scope of the study 
 
 
69 
3.9  Summary 
 
 
69 
 
CHAPTER 4 
 
 
RESULTS 
 
70 
4.1  Introduction 
 
70 
  4.2  Demographic 
        70 
4.3  Correlation 
 
71 
4.4   Hypotheses Testing 
 
74 
ix 
 
4.5   Summary 
 
 
76 
CHAPTER 5 
 
 
DISCUSSION AND CONCLUSION 
 
77 
5.1  Introduction 
 
77 
5.2  Discussion  of results 
 
77 
5.3 limitation 
 
 
78 
5.4   Suggestion 
 
 
 
79 
5. 5  Conclusion 
 
80 
 
 APPENDIX I : The Research Questionnaire 
 
88 
APPENDIX II : Frequencies, Reliability Statistics, 
Correlations 
 94 
APPENDIX III : Pearson’s correlation matrix 
 
 
99 
APPENDIX IV : regression analysis 
 
 
100 
 
 
 
 
 
 
 
 
x 
 
 
List of Tables 
 
Table 1.1   Key Terms 16 
Table 4.1 Profile of the Respondents 71 
Table 4.2 Summary of Pearson’s Correlations Matrix 73 
Table 4.3 Summary of results 75 
Table 4.4  Regression analysis  76 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
xi 
 
 
 
List of Figure  
 
 
Figure 1     The model of the study       68  
 
1 
CHAPTER1 
INTRODUCTION 
  
 
1.1 INTRODUCTION 
 
 
Previous studies have identified numerous variables that predict 
employee intention to leave. These variables fall into categories of employee 
characteristics (age and tenure) and commitments (organizational, 
supervisory and group commitment). Intentions to leave, organizational 
commitment and job satisfaction have been the focus of many industrial and 
organizational psychologists, management scientists and sociologists (Samad, 
2006).  
 
 Empirical studies have reported that intention to leave can reduce the 
overall effectiveness of an organization (Smith & Brough, 2003). What actually 
determines employee turnover?  
 
 The answer to this question has great relevance to the individual who 
may be thinking about quitting job, for the manager who is faced with lack of 
employee continuity, the high costs involved in the induction and training new 
staff, and, not least, issues of organizational productivity (Mellor, Moore, 
Loquet, 2003).   
 
In the light of present, start over engineers' intent to leave the 
profession is an importance topic. Compared to other professional groups, 
The contents of 
the thesis is for 
internal user 
only 
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